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From: Corbett, Krysti
To: O"Grady, John; Morrison, Denise; Tim Seidman; McBride, William; Mills, Lesley; Pitchford, Ann; Sims, Mark;


Oliver, Leah
Cc: Coryell, Mark; Johnson, StacyD
Subject: Courtesy Notice: Domestic Violence, Sexual Assault and Stalking Policy
Date: Thursday, July 27, 2017 4:00:00 PM
Attachments: Domestic-Violence-Final-6-28-17.pdf


Greetings All-
 
In accordance with the April 18, 2012, Presidential Memorandum, Establishing Policies for
Addressing Domestic Violence in the Federal Workforce, on June 28, 2017, the Environmental
Protection Agency (EPA) approved the Domestic Violence, Sexual Assault and Stalking Policy. This
policy covers all EPA employees, employees on Intergovernmental Personnel Act (IPA) assignments
and non-Agency personnel who work or visit Agency controlled space.
 
The Agency does not tolerate any kind of violence by or against anyone in the workplace.  This policy
is meant to promote the health and safety of Agency employees.  It provides a framework to help
prevent and address domestic violence, sexual assault and stalking as it affects the workplace.  In
addition, it provides assistance to employees who work lives are affected by domestic violence,
sexual assault or stalking.  The Agency hopes to ensure that proper measures are implemented to
address the needs of Agency those affected individuals and to take corrective action as proper.
 
The Domestic Violence, Sexual Assault and Stalking policy training is mandatory for all employees,
contractors and SEE employees.  The training is currently available on SkillsSoft.  Training must be
completed by September 30, 2017.  Each program office, region and lab is responsible for ensuring
its workforce participates in the mandatory annual training.
 
Stacye Johnson is the LER specialist regarding this policy.  Please let her know if you have any
questions or concerns.  She can be reached at 202-564-3941.
 
 
 


Krysti Corbett
Director
Labor and Employee Relations Division
Office of Human Resources
U.S. Environmental Protection Agency
1200 Pennsylvania Avenue, N.W.
WJC North 6317A
Washington DC 20460
Mail Code 3602A
Desk Phone: (202) 564-6295
Mobile:  (202) 579-1681
corbett.krysti@epa.gov
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EPA’s Domestic Violence,  Sexual  Assault 
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Number: 17-005B 



Approval Date: June 28, 2017      



 



 



PURPOSE 



The U.S. Environmental Protection Agency establishes this policy per Presidential Memorandum, 



Establishing Policies for Addressing Domestic Violence in the Federal Workforce, April 18, 2012, to 



promote the health and safety of its employees by acting to prevent and address domestic violence, 



sexual assault and stalking as it affects the workplace. The policy will also provide support and 



assistance to employees whose working lives are affected by such violence.                                                                                                         



SCOPE 



This policy covers all EPA employees and non-agency personnel who work at or visit agency-controlled 



space. Non-agency personnel include, but are not limited to, Public Health Service Commissioned 



Officers, employees of agency contractors and grantees, student volunteers and visitors to agency-



controlled space. This policy also covers agency employees on Intergovernmental Personnel Act 



assignments or details outside of the agency to other agencies, departments or organizations.    



POLICY 



The agency does not tolerate any kind of violence by or against anyone in the workplace. The agency 



recognizes that domestic violence, sexual assault and stalking (also referred to as “domestic violence”) 



cross economic, educational, cultural, age, gender, racial and religious lines. They can occur in 



heterosexual or same-sex relationships, including marital, cohabiting or dating, as well as, in non-



intimate heterosexual or same-sex relationships.  



 



It is the agency’s policy to ensure that proper measures are implemented to address the needs of agency 



employees and non-agency personnel who are victims of domestic violence impacting the workplace 



and to take corrective action, as proper. This policy strictly prohibits retaliation against an employee 



who reports a concern about domestic violence or assists in any inquiry into such a report. 
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DEFINITIONS 



Agency-controlled workspace is a building or facility or part thereof, owned, leased, contracted or 



managed by the agency, where agency employees, including supervisors and managers and non-agency 



personnel, are present for performing official duties. 



 



Alleged perpetrator is an individual(s) who commit(s) or threaten(s) to commit an act of domestic 



violence, sexual assault or stalking against an agency employee or non-agency personnel. 



 



 



Alleged victim is an individual who is presently subject to or has in the past been subjected to, domestic 



violence, sexual assault or stalking. 



 



Contractor is any person employed by a company that holds a contract with the agency or a person 



under contract to General Services Administration who works in an agency-controlled space. 



 



Domestic violence is a pattern of coercive behavior, including acts or threatened acts, that are used by 



an alleged perpetrator to gain power and control over a current or former spouse, family member, 



current or former intimate partner, current or former dating partner or person with whom the alleged 



perpetrator shares a child in common. This behavior includes, but is not limited to, physical or sexual 



violence, emotional or psychological intimidation, verbal abuse, stalking, economic control, harassment, 



threats, physical intimidation, or injury. Domestic violence can occur in any relationship, regardless of 



socio-economic status, education level, cultural background, age, gender, race, ethnicity, sexual 



orientation, gender identity or religion. Domestic violence can occur in heterosexual and same-sex 



intimate relationships, including marital, cohabiting or dating relationships, that are not dependent on the 



existence of a sexual relationship. 



 



Members of the agency workplace refer to agency employees, supervisors and managers and non-



agency personnel.  



 



Nexus refers to a connection, link or tie to an alleged perpetrator’s act of or threat of domestic violence 



and his or her ability to perform duties when the alleged perpetrator is an agency employee. 
 



Non-agency personnel are any non-government employees who enter an agency-controlled space (e.g., 



a contractor or grantee) to perform duties for the agency. The agency holds non-agency personnel to the 



same standards of conduct as agency employees. 



 



Proper penalty determinations are a list of aggravating and mitigating factors to consider in 



establishing the proper disciplinary action, if relevant. 



 



Protection or restraining order A protection order, also known as a restraining order, a stay-away 



order, peace order, protective order or an injunction is an order issued by a civil or criminal court for 



preventing violence or threatening acts or harassment by the alleged perpetrator. Protection orders may 



also be issued as a condition of release, particularly in a domestic violence, sexual assault or stalking 



related crime. 



 



Risk factors and red flags are behavioral indicators and environmental conditions that may indicate the 



potential for a violent situation to evolve. 
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Sexual assault refers to a range of behaviors, including but not limited to, a completed nonconsensual 



sex act (e.g., rape, sodomy, child molestation), an attempted nonconsensual sex act, and/or abusive 



sexual contact. Sexual assault includes any sexual act or behavior that is perpetrated when someone does 



not or cannot consent. An alleged victim of sexual assault may know the alleged perpetrator, as a 



member of the agency workplace, such as a co-worker or a supervisor or may be involved in a dating or 



marital relationship with the alleged perpetrator or the alleged perpetrator may be unknown to the 



alleged victim. Lack of consent to sexual relations should be inferred when an alleged perpetrator uses 



force, harassment, threat of force, threat of adverse personnel or disciplinary action or other coercion or 



when the alleged victim is asleep, incapacitated, unconscious or physically or legally incapable of 



consent.  



 



Sexual harassment, under Title VII of the Civil Rights Act of 1964, refers to unwelcome sexual 



advances, requests for sexual favors and other verbal or physical conduct of a sexual nature when this 



conduct explicitly or implicitly affects an individual's employment, unreasonably interferes with an 



individual's work performance or creates an intimidating, hostile or offensive work environment. Sexual 



assault is a form of sexual harassment prohibited by Title VII, but most sexual harassment does not rise 



to the level of sexual assault. This policy only addresses sexual assault. For sexual harassment that does 



not rise to the level of sexual assault, employees should follow the agency’s sexual harassment policy 



and guidance from the EEOC (http://www.eeoc.gov/laws/types/sexual_harassment.cfm). 



 



Stalking refers to harassing, unwanted or threatening conduct that causes the alleged victim to fear for 



his or her safety or the safety of a family member. Stalking may include, but is not limited to, following, 



spying on or waiting for the alleged victim in places such as home, school, work, or place of recreation; 



leaving unwanted items, presents or flowers for the alleged victim; making direct or indirect threats to 



harm the alleged victim, the alleged victim’s children, relatives, friends, pets or property; posting 



information or spreading rumors about the alleged victim on the internet, in a public place or by word of 



mouth; and obtaining personal information about the alleged victim by accessing public records, using 



internet search services, hiring private investigators, going through the alleged victim's garbage, 



following the alleged victim or contacting alleged victim's friends, family, work or neighbors. Stalking 



may occur through use of technology, including but not limited to, email, telephone, voicemail, text 



messaging, use of a Global Positioning System and social networking sites. 



 



Telework allows an employee to perform work away from the official worksite, either at home or at an 



alternate work location, for an agreed-upon portion of the workweek or pay period. Telework promotes 



continuity of operations without risking the safety of the employee or the employee’s co-workers. An 



employee must follow the agency’s telework policy for requesting to participate in telework. 



 



Threat Assessment Team is a multi-disciplinary team of agency employees or contractors (e.g., ECAP) 



established at each location to evaluate threats and allegations of threat impacting the workplace, 



including allegations of violence. The team includes representatives from the agency’s security, human 



resources, employee assistance and other proper offices. The team is convened to collaboratively 



administer and communicate established violence prevention policies, procedures and guidelines. 



 



Trauma-informed care is an approach of engaging people with histories of trauma that recognizes the 



presence of trauma symptoms and acknowledges the role that trauma has played in their lives. 



 



Workplace is an employee’s official duty station or agency-controlled workspace that is associated with 



the employee’s established tour of duty (working hours). The employee is considered to be in the 





http://www.eeoc.gov/laws/types/sexual_harassment.cfm
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workplace while in or utilizing the resources of the employer. The availability and character of the 



agency response to a workplace-related incident may be dependent upon the location at issue (e.g., 



alternate work locations).  



 



Work-related incidents of violence include acts, attempted acts, or threatened acts by or against 



employees or against employees’ families or property, that occur inside or outside the workplace, but 



have an effect on the workplace. An employee or non-agency personnel is considered to be in the 



workplace while occupying or using the resources of the agency, including, but not limited to facilities, 



work sites, equipment, vehicles or while on official travel. 



 



Workplace safety plan is a strategy developed in collaboration with an alleged victim to implement 



workplace safety choices, including but not limited to, handling of court protection orders, procedures 



for alerting security personnel, temporary or permanent adjustments to work schedules and locations, 



changes in parking spots and requests for escorts to and from workplace facilities.   



ROLES AND RESPONSIBILITIES 



Domestic violence, sexual assault and stalking are serious forms of violence, requiring multiple layers of 



agency consideration and action. Each member of the agency workplace has a responsibility under this 



policy to be alert in the work environment and must follow all existing security policies and procedures. 



This includes policies and procedures on Information Technology security and personally identifiable 



information. Prevention of violence requires accountability, preventive actions and intervention by 



management and employees. 



 



The Office of Administration and Resources Management: 



 Develops and administers overall policy development and implementation of the agency’s 



Domestic Violence, Sexual Assault and Stalking policies and procedures.  



 Serves as support for agency managers in their efforts to deal with violent or potentially violent 



situations. 



 Serves as an advisor for agency leadership in assisting with comprehensive risk assessments on 



workplace vulnerabilities, including physical (building) security, personnel security and insider 



threats, to allow all agency facilities to identify vulnerabilities surrounding their facility as they 



work to protect employees from all violence that may impact the workplace. 



 



The Office of Human Resources:  



 Maintains the agency’s Domestic Violence, Sexual Assault and Stalking policy. 



 Develops, educates and trains all agency employees and non-agency personnel working in 



agency-controlled space on recognizing and reporting domestic violence impacting the 



workplace. 



 Collaborates with other headquarters organizations (e.g., the Office of General Counsel and the 



Office of Inspector General), agencies and departments (e.g., Federal Protective Service and 



local law enforcement), programs, regions, laboratories and national and local unions to 



implement the requirements of this policy. 



 Designates the agency’s National Violence Prevention Coordinator who serves as the agency’s 



primary point of contact. 



 



The Office of Inspector General: 



 Investigates or participates in the investigation of reported work-related incidents. 
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 Collaborates with the Threat Assessment Team, as appropriate. 



 Reports/responds to data calls by the NVPC. 



 OIG special agents are authorized, to respond to criminal activity taking place within agency- 



controlled work place, to include threats, assaults or any violent acts. 
 



The Office of General Counsel:  



 Provides advice and assistance during and after reported work-related incidents of alleged 



domestic violence impacting the workplace. 



 Participates in the TAT, as proper. 



 Reports/responds to data calls by the NVPC, as proper. 



 



Headquarters, Program, Regions and Laboratory Security Offices: 



 Conducts required risk assessments of each facility in their area of responsibility to determine the 



level of security preparedness and to identify and close any gaps in the security posture. 



 Serves as the facility security expert, advises facility personnel of the risk of violence, the 



security gaps identified by risk assessments and the means to reduce the risks. 



 Serves as liaison with law enforcement and other local experts on security matters. 



 Provides a first line of defense in the agency-controlled workspace for employees who are 



pursued or stalked by an alleged perpetrator. 



 Responds to, assesses and monitors reported emergencies or work-related incidents in the 



agency-controlled workspace. 



 Coordinates with public affairs, as proper. 



 Participates in the TAT, as proper. 



 



Criminal Investigation Division/Office of Criminal Enforcement, Forensics and Training: 



 CID Agents are authorized, as proper, to respond to actual violent threats in agency-controlled 



workspace. 



 Coordinates, as proper, with the TAT about threats directed at members of agency-controlled 



workspace. 



 



Agency Program and Regional Office(s): 



 Implements and communicates this policy and training requirements for employees within their 



respective locations. 



 Identifies a local violence prevention coordinator to serve as a point of contact for local 



concerns. 



 Supports agency managers in their efforts to deal with violent and potentially violent situations. 



 Supports delivery of training for agency supervisors and employees developed under this policy 



as well as non-agency personnel working in agency-controlled space in violence prevention 



awareness and training, as proper.  



 Develops local supplementary procedures or instructions to support this policy, including field 



locations.  



 Responds to work-related incidents of violence in the workplace.  



 Monitors and tracks compliance with the training requirements. 



 Establishes and collaborates with the local TAT. 



 Collaborates with and regularly provides recordkeeping information to the NVPC. 
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Managers and Supervisors: 



 Promotes a safe and secure work environment for employees under their supervision. 



 Seeks advice and guidance when red flags or risk factors are identified and addresses threats, 



physical or verbal, and disruptive behavior immediately and properly. 



 Responds to potential threats and escalating situations and work-related incidents by notifying 



the local program coordinator or any member of the TAT and using the available resources such 



as: Labor and Employee Relations, workplace conflict resolution program, Employee Counseling 



and Assistance Program, security, local law enforcement, medical services or FPS, or other 



contracted security services. 



 Responds to imminent threats and emergencies by contacting security, local law enforcement or 



FPS. 



 Ensures that all employees are aware of the Occupant Emergency Plans and have assistance, as 



necessary, during emergency situations. 



 Reports/responds to data calls by the NVPC. 



 



National Violence Prevention Coordinator: 



 Serves as the primary point of contact for allegations of potential violence and work-related 



incidents at headquarters locations. 



 Informs new headquarters employees, and reminds all employees, of the agency’s Domestic 



Violence, Sexual Assault and Stalking Policy, as well as other applicable policies and 



procedures. 



 Discusses specific procedures for dealing with workplace threats and emergencies with 



employees and ensures employees know how to contact the TAT members, police, fire and other 



safety and security officials. 



 Convenes the TAT for headquarters and coordinates proper response to allegations of work-



related incidents. 



 Monitors, evaluates and reports to the agency stakeholders on trends, progress and efforts related 



to preventing violent work-related incidents. 



 Provides advice, consultation and intervention strategies for defusing, de-escalating, identifying 



and remediating interpersonal or organizational conflict. 



 Prepares an annual summary report (based on fiscal year) on incidents/situations of violence to 



be shared with agency stakeholders and in compliance with the Occupational Safety and Health 



Administration reporting requirements. 



 Tracks and reports programs, regions and laboratory work-related incidents.  



 



Local and Regional Violence Prevention Coordinator(s): 



 Serves as the primary point of contact for allegations of potential violence and work-related 



incidents at their respective locations. 



 Informs new employees, and reminds all employees, at their respective locations of the agency’s 



Domestic Violence, Sexual Assault and Stalking policy, as well as, other applicable policies and 



procedures. 



 Discusses specific procedures for dealing with workplace threats and emergencies with 



employees and ensures employees know how to contact the TAT members, police, fire and other 



safety and security officials. 



 Convenes the TAT and coordinates proper response to allegations of work-related incidents at 



their respective location. 
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 Monitors, evaluates and reports to the NVPC on local trends, progress and efforts related to 



preventing violent work-related incidents. 



 Provides an annual summary report (based on fiscal year) on incidents/situations of violence to 



the NVPC. 



 



Local and Regional Employee Counseling and Assistance Program: 



 Provides short-term counseling and referral services to employees and their family members at 



no cost. 



 Trains employees in dealing with angry co-workers, customers and stress management. 



 Trains supervisors to look for red flags and risk factors and to deal with issues/concerns without 



diagnosing an employee’s problem. 



 Consults with supervisors to identify specific problem areas, develops action plans to resolve 



problems in the early stages and encourages employees to contact the ECAP for individual 



counseling. 



 Provides advice, consultation and intervention strategies for defusing, de-escalating, identifying 



and remediating interpersonal or organizational conflict. 



 Participates in the TAT as appropriate. 



 Reports/responds to inquiries for information from the NVPC. 



 



Threat Assessment Team: 



 Convenes on an ongoing or ad hoc basis.   



 Assesses the potential seriousness of all allegations, concerns or reported work-related incidents. 



 Evaluates the alleged aggressor’s ability to carry out those intentions. 



 Identifies ways to de-escalate the situation. 



 Provides consultation and intervention strategies to management to prevent escalation and to 



remediate the impact of work-related incidents on the workplace. 



 Assists in developing a workplace safety plan that includes and respects the views and 



preferences of the affected employee.  



 Collaborates with additional internal or external experts to aid in their duties (e.g., mental health 



professionals). 



 Coordinates post-situation reporting, debriefing and critical situation response. 



 Collaborates with and provides recordkeeping information to the NVPC on a regular basis to 



allow monitoring and evaluation of work-related incidents. 



 



Employees and Non-Agency Personnel: 



 Conduct themselves in a non-threatening, non-violent manner at all times. 



 Maintain a safe and healthy work environment by reporting acts of or threats of violence, work- 



related incidents and any suspicious activities or situations to the proper authorities or  



designated agency officials or the security office. 



            



            



 Seek safety in the workplace from potential domestic violence incidents that could impact the 



workplace. 



 Provide a copy of a protection or restraining order and other supporting documentation (e.g. 



description or picture) to the agency’s security personnel, local law enforcement, his or her 



supervisor, TAT and other proper officials, if needed. 
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TYPES OF WORKPLACE FLEXIBILITIES 



Various types of workplace flexibilities are available to employees when they or their family member(s) 



are alleged victims of domestic violence. To the greatest extent possible, supervisors and managers will 



work in collaboration with the employee to provide leave and other workplace flexibilities to help the 



employee remain safe and maintain his or her work performance. All possible leave choices will be 



considered for an employee in this situation. When the need for time off is foreseeable, an employee 



must provide reasonable advance notice to his or her supervisor.  
 



An employee may request leave or other paid time off through a third party, such as an Employee 



Assistance Program Counselor, if the employee does not feel comfortable speaking with a supervisor. 



The supervisor or manager (or their designee) is the only person who can approve the leave. Employees 



are not required to provide personal details in their requests for leave; however, employees are required 



to provide enough information in their leave requests so their supervisor knows which type of leave is 



proper (e.g., sick leave, annual leave, Family and Medical Leave Act, etc.). Supervisors and managers 



may authorize certain types of leave and workplace flexibilities (e.g., telework) based on an employee’s 



situational needs per the EPA’s Leave Manual and Telework Order and any additional agency policies 



and applicable guidance. 
 



A supervisor or manager is not required to ask for verification or proof of domestic violence. The 



supervisor or manager may accept the employee’s statement as verification. If necessary, verification or 



proof may include, but need not be limited to, a service provider’s statement, a protection order, medical 



records or doctor’s statement, or police or court reports. Under no circumstances will a supervisor or 



manager require the employee to contact law enforcement or otherwise report the violence as a 



condition for accessing leave. To do so could place alleged victims in greater danger. 



DISCIPLINARY ACTIONS AND LEGAL IMPLICATIONS 



Employees as Alleged Perpetrators 



Employees are prohibited from committing any violent act in the workplace including domestic 



violence, sexual harassment or stalking toward another employee or person in the workplace. Employees 



are prohibited from using any workplace resource, such as work time, phones, email, computers, fax 



machines or other means to threaten, harass, intimidate, embarrass or otherwise harm another person. If 



agency officials determine that an employee has engaged in acts of violence in an agency-controlled 



workspace, the agency may take disciplinary action proportionate to the offense, to the extent that there 



is a nexus between the conduct and the efficiency of the service. Removal from federal service under 



certain circumstances may occur and has been supported by current federal case law. Supervisors and 



managers should contact their servicing Labor and Employee Relations specialist or agency counsel for 



advice and guidance on this issue. 



 



Disciplinary Actions for Misconduct Committed at Work. The agency has the authority to impose 



discipline or take other proper action for conduct that involves the threat or commission of violence by 



an agency employee. If an employee is an alleged victim of a threat of or commission of workplace 



violence in an agency-controlled workspace or during working hours or at an agency-sponsored event or 



alternative work location, he or she must immediately notify security personnel, his or her first-line 



supervisor, or any other proper agency official.  
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Disciplinary Actions for Misconduct Committed Outside of Work. Management will take proper action 



for misconduct that occurs outside of work. To take any disciplinary or adverse action against 



employees who commit off-duty misconduct, there must be a proven nexus between the specific 



misconduct of the employee and their ability to perform required duties. Managers are strongly 



encouraged to contact Labor and Employee Relations and appropriate agency officials for guidance and 



advice on this issue. 



 



Disciplinary Actions of Alleged Misconduct. The civil service laws permit the agency to place an 



employee on indefinite suspension when the agency has reasonable cause to believe the employee has 



committed a crime for which the employee could be imprisoned. Title 5 of the United States Code § 



7513(b)(1) permits agencies to dispense with usual notice periods where the "reasonable cause" 



standard, as interpreted by the Merit Systems Protection Board and courts, has been met. The agency 



must terminate the suspension promptly upon completion of the event it identified when imposing the 



suspension. 



 



Note: For non-agency personnel, the agency will coordinate with the employer to address the 



situation accordingly. 



Employees and Non-Agency Personnel as Alleged Victims 



Disciplinary Actions against Alleged Victims. Employees who are alleged victims of domestic violence 



may inadvertently react in a manner that results in disciplinary action. For example, an employee may be 



charged with Absent Without Leave for unauthorized absences arising from domestic violence. In such 



cases, once the supervisor or manager becomes aware of these issues, the alleged victim should be 



referred to the resources (e.g., ECAP) within the agency for support and assistance. Also, the impact of 



domestic violence should be taken into consideration as a mitigating factor in determining the proper 



discipline in cases involving the alleged victim.   



 



Situations Involving Employees in the Same Workplace. In some situations, both the alleged victim and 



the alleged perpetrator are agency employees working in the same building, duty station or work unit 



and may need to be separated while at work. The servicing LER specialist and the TAT should be 



consulted for advice and guidance for proper response. Managers should work with alleged victims on 



strategies to heighten safety beyond a no contact directive. For example, two employees working in the 



same building are divorcing and one of them takes out a protective order against the other. The order 



allows the respondent (the alleged perpetrator) to come to work. Their respective supervisors should 



look at choices to maintain safety in terms of changing tours of duty, changing work locations, granting 



telework and/or issuing a cease and desist order. Privacy, confidentiality and impartiality must be 



maintained for both employees and they should be reminded of their opportunity to use the agency's 



ECAP services. 



 



Situations Involving Non-Agency Personnel. The agency’s grant specialists, project officers, contracting 



officers and/or the contracting officer’s representatives are responsible for assisting with situations 



where the alleged victim or alleged perpetrator is a non-agency person. If a non-agency person is an 



alleged victim of Domestic Violence, Sexual Assault and/or Stalking, security personnel or law 



enforcement should be consulted to maintain the safety of the workplace for the non-agency personnel 



and federal employees.  
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Executive Order 11246, Equal Employment Opportunity (as amended), sets requirements for federal 



contractors on non-discriminatory practices and prohibits contractors from discriminating against their 



employees on the basis of sex, including by engaging or allowing their employees to engage in sexual 



harassment. Contractors are also required to follow Title VII of the Civil Rights Act of 1964, including 



its prohibition on sex discrimination. Prohibited behavior could occur in conjunction with domestic 



violence or work-related incidents.  



Reporting Violence 



Alleged Victims. Supervisors and managers are expected to make every effort to protect the 



confidentiality of any employee while also taking proper action to address disclosures of domestic 



violence. Specifically, they must enlist the available resources to assist the employee and to ensure the 



agency-controlled workspace is not threatened. Ensuring victim safety means a heightened sensitivity 



around reporting. Employees who are alleged victims should be encouraged to report concerns when it is 



safe for them to do so. An alleged victim may notify his or her first line supervisor, security or any 



proper agency official if he or she is an alleged victim of a threat of or commission of domestic violence 



by another agency employee or non-agency person in an agency-controlled workspace, during working 



hours or at an agency-sponsored event.  



 



Employees who are alleged victims of domestic violence outside the workplace, who are concerned 



about co-workers who may be alleged victims of domestic violence or who have witnessed work-related 



incidents of domestic violence are encouraged to report any threat or commission of violence to a FLS 



or manager, a higher-level supervisor or manager in his or her management chain, the proper LVPC or 



the NVPC when it is safe to do so. Employees may also report work-related incidents directly to a 



member of the TAT and the OIG hotline at (1-888-546-8740). Co-workers, managers, and other 



employees should encourage victims to report work-related incidents and domestic violence. Co-



workers, managers and other employees should only report incidences of domestic violence if they have 



full consent of the victim. Reporting without consent of the victim would only be proper in incidences of 



imminent and severe harm to employees or agency property and/or as required by law. Employees are 



encouraged to provide a written account of work-related incidents as soon as possible after reporting the 



situation. 



 



While an alleged victim may be able to effectively handle the situation with his or her management, 



supervisors and managers will make sure the national or local program coordinator is made aware of the 



situation, even if anonymously, for tracking and reporting requirements. All individuals notified of 



domestic violence, sexual assault or stalking should consider the safety of the alleged victim and the 



availability of resources to assist the alleged victim. Those resources are available through the members 



of the TAT. The TAT should be contacted for assistance in determining any threat to the agency-



controlled workspace. 



 



1. Supervisors and managers and other agency officials must provide proper resources and 



flexibilities to employees who allege they are victims of domestic violence, so they may 



help and protect themselves.  



2. Supervisors and managers and other agency officials to whom an employee discloses 



having committed a workplace-related incident of domestic violence must immediately 



report the knowledge to the alleged perpetrator’s FLS. 
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3. Supervisors and managers and other agency officials who suspect an employee is the 



alleged perpetrator of a workplace-related incident of violence should report the concerns 



to the alleged perpetrator’s FLS. 



4. If at any time, an alleged victim’s or alleged perpetrator’s FLS is implicated in the 



allegations of Domestic Violence, Sexual Assault and Stalking the matter should be 



referred to a higher-level supervisor in the alleged perpetrator’s chain of command. 



5. If the employee informs a supervisor, manager or agency official about Domestic 



Violence, Sexual Assault and Stalking but asks that information be kept confidential and 



no action be taken, the supervisor or manager or designee, must respect the 



confidentiality of the employee and offer the employee resources if there is no imminent 



danger to the workplace. 



6. If an allegation of Domestic Violence, Sexual Assault and/or Stalking is reported to an 



agency official and involves an alleged perpetrator who is a member of the agency 



workplace, but is not an agency employee, once the agency official becomes aware of the 



matter, he or she must immediately contact an agency human resources official or agency 



legal counsel to determine the proper course of action, including how the proper 



employer will be notified. 



 



Situations Involving Non-Agency Personnel. The agency’s grant’s specialists, project officers, 



contracting officers and/or the contracting officer’s representatives are responsible for assisting with 



situations where the alleged victim or alleged perpetrator is a non-agency person. If a non-agency person 



is an alleged victim of Domestic Violence, Sexual Assault and/or Stalking, security personnel or law 



enforcement should be consulted to maintain the safety of the workplace for the non-agency personnel 



and federal employees. 



 



To ensure that proper measures are implemented in addressing the needs of the alleged victims of 



Domestic Violence, Sexual Assault and Stalking impacting the workplace and to correct such behaviors 



before they become severe or pervasive, the NVPC or the LVPC will serve as the primary liaisons for 



Domestic Violence, Sexual Assault and Stalking work-related incidents.  



 



The TAT will serve as the agency’s central coordinating point for employee assistance and resources; 



so, that once a situation is identified, a plan can be developed and implemented in collaboration with the 



alleged victimized employee. Acts of Domestic Violence, Sexual Assault and Stalking do not always 



need to be escalated to the TAT level but should be reported to the local or NVPC for reporting and 



tracking purposes.  



 



Confidentiality. Violations of confidentiality could jeopardize the safety of an alleged victim of 



Domestic Violence, Sexual Assault and Stalking. The agency recognizes and respects an employee’s 



right to privacy and the need for confidentiality and autonomy. To the extent permitted by law, except 



when maintaining confidentiality could compromise the security of the workplace or compromise an 



ongoing criminal investigation, it is important to maintain the confidentiality of an employee who 



discloses information about Domestic Violence, Sexual Assault and Stalking. When information 



provided by an alleged victim must be disclosed within and/or external to the agency (e.g., security 



reasons), the agency will limit the breadth and content of such disclosure to information reasonably 



necessary to protect the safety of the disclosing employee and other impacted individuals and to follow 



the law.  
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The agency will make every effort to provide advance notice to employees who disclosed information if 



the disclosure must be shared with other parties in order to maintain safety in the workplace or 



elsewhere. The agency will provide the employee with the name and title of the person to whom the 



agency intends to share the employee’s statements and will explain the necessity and purpose about the 



disclosure of information. 



 



Supervisors and managers must be aware that the confidentiality of employee information and records 



related to violence is critical. The respective supervisors and managers must determine if there is a need 



to retain written information. If so, this information should be protected and kept separate from other 



records maintained on the employee. Violations of confidentiality could jeopardize the alleged victim’s 



safety. 



TRAINING, AWARENESS AND EMPLOYEE COUNSELING ASSISTANCE PROGRAM 



Training is essential to reducing workplace violence and other acts of violence as it impacts the 



workplace. Training ensures that members of the workforce are aware of the potential for violence and 



know what measures they should take to protect themselves and their coworkers. All employees must 



complete a mandatory training course. A national training plan will be available which may be 



complemented by local/regional training, as needed. Each program office, region and lab is responsible 



for ensuring its workforce participates in annual training to follow the agency’s policy and must report 



participation annually to the NVPC. It is also expected that program offices, regions and labs will 



collaborate to enhance training opportunities and share vendor resources. 



 



Non-agency on-site personnel are required to attend agency sponsored training. Agency grant’s 



specialists, project officers, contracting officers and/or contractor representatives are responsible for 



adding agency-specific clauses into contracts, grant’s and Interagency Agreements to ensure non-agency 



on-site personnel are trained on this policy. 



BUILDING SAFETY AND SECURITY 



Building Safety. The most effective response in dealing with the work-related threats of an alleged 



perpetrator's criminal behavior is to treat that threat like any external threat to the workplace. 



Coordination and communication between management and the security management personnel is 



paramount. There is no expectation that the alleged victim has the ability to control or limit the risk or is 



able to predict the behavior of the alleged perpetrator.  



 



It is critical to involve the security management personnel when the alleged victim and alleged 



perpetrator work in the same physical location. Alleged perpetrators are known to be extremely 



resourceful in gaining access to buildings and sites with even the best of security systems, often by 



simply talking their way in or getting someone on the inside to help. 



 



Security. In consultation with the alleged victim, his or her supervisor, TAT members and other support 



personnel, as proper, security management personnel will assist in the development of workplace and 



alternate work location components of any safety plans to assist the alleged victims. This planning may 



involve temporary changes, such as moving the employee to a more secure location or instituting an 



adjustment to their employee’s work schedule to make them less vulnerable to attack. The respective 



security office should also keep copies of restraining orders and photos of the alleged perpetrator at all 
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proper security posts when made available and deemed proper. Security management officials will 



advise employees and managers on how to protect their immediate workplace.  



 



To the greatest extent possible, agency security management personnel should refer the alleged victim 



and his or her supervisor or manger to proper agency resources such as ECAP as well as the FPS, state 



and local law enforcement and community resources. These resources can assist the alleged victims with 



navigating the criminal justice system, obtaining a temporary restraining order and legal representation 



and other alleged victim concerns. Together with qualified agency officials, these resources can also 



advise alleged victims on the following: 



 



 Dealing with telephone, internet or mail harassment. 



 Addressing safety when entering or leaving a worksite, including walking between parking lots 



and worksite buildings. 



 Using technology to enhance safety (e.g., cellular phones).  



 What to do if confronted in the workplace by the alleged perpetrator. 



 What to do if the alleged victim sees the alleged perpetrator trying to enter the workplace. 



 What to do if the alleged victim is alerted the alleged perpetrator will try to enter the workplace. 



  



Working with Local Law Enforcement. The agency’s security personnel may determine that local law 



enforcement agencies should be contacted when there is a risk of violence that could affect one or more 



employees. Local police may have information that could be helpful in assessing the level of threat 



against an employee while he or she is at work. For example, they may have dealt with the alleged 



perpetrator in the past and are familiar with his or her patterns of violence. Taking into consideration 



confidentiality concerns, it is critical that alleged victims be informed that the police will be notified. 



 



The TAT should identify which federal or local law enforcement agency or agencies have responsibility 



for the respective location. For example, the FPS is the primary law enforcement service for responding 



to incidents in federal facilities under the charge and control of the General Services Administration as 



an owned or leased facility. For immediate responses to GSA owned or leased facilities law enforcement 



officials from local jurisdictions should be contacted. For detailed information, refer to the following 



link to locate the FPS regional office for specific jurisdictions: http://www.dhs.gov/report-suspicious-



activity-federal-protective-service. 



 



Addressing Physical Layout of Worksite. Security management personnel, supervisors/managers and 



TAT members should work collaboratively with alleged victims to assess the physical layout of the 



worksite and identify possible threats to alleged victim safety as well as changes that can be made to 



enhance safety. For example, alleged victims who work in venues that are accessible to the general 



public, or where their view of people coming and going is obstructed, may have an increased sense of 



safety with a change in the physical placement or layout of their offices. Employees who work in non-



office settings or public service events/activities may present challenges that require the security 



management personnel and TAT members to come up with alternative plans with the assistance of law 



enforcement, if necessary, and in consultation with alleged victims. 



 



Addressing Computer Technology Concerns. In consultation with the alleged victim, the security 



management personnel should coordinate with the agency’s Chief Information Officer in the Office of 



Environmental Information to address alleged victim safety concerns, which should be included in the 



safety plan. These concerns may include the alleged perpetrator’s use of computer technology to harass 





http://www.dhs.gov/report-suspicious-activity-federal-protective-service


http://www.dhs.gov/report-suspicious-activity-federal-protective-service
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or stalk an alleged victim. As proper, remove identifying information, such as the alleged victim’s 



telephone number and office location, from the agency’s websites.  



 



Firearms and Workplace Safety. Relevant to violence, employees are reminded of federal law 



prohibiting possession of firearms. Specifically, under certain provisions of the Federal Gun Control 



Act, persons subject to a qualifying protection order (Title 18 U.S.C. § 922 (g)(8)) or convicted of a 



qualifying misdemeanor crime of violence (Title 18 U.S.C. § 922(g)(9)) are prohibited from possessing 



firearms or ammunition. Detailed information about these provisions can be found at 



https://www.atf.gov/qa-category/misdemeanor-crime-domestic-violence 



  



Also, federal law prohibits the known possession of or the cause to be present of, firearms or other 



dangerous weapons in federal facilities and federal court facilities by all persons not specifically 



authorized by Title 18 U.S.C. § 930(d). 



 



Protection and Restraining Orders. The agency recognizes that an alleged victim of violence may seek 



an order of protection or may receive a restraining order, as part of his or her efforts to become safe and 



as part of his or her workplace safety plan. The agency recognizes that the workplace may or may not be 



included in an order as a location from which an alleged perpetrator must remain away. Therefore, if an 



employee obtains an order for their residence, they should be advised that a second order may be 



necessary for the city and state in which their worksite is located. If an employee chooses to disclose the 



existence of a protection or restraining order, the agency may, wherever possible, assist the employee in 



enforcing the order. The respective security management office should maintain such orders in a 



confidential and separate file from the employee’s personnel file. Additionally, OEI should assist the 



employee in gathering documentation from the workplace, such as email or voicemail messages, that 



could assist the employee’s efforts to obtain or maintain safety from an alleged perpetrator.  



 
The employee should keep a copy of this order with them at all times. Agency officials should consider 



the confidentiality and Privacy Act implications of their record-keeping decisions.   



SUPPORT, ASSISTANCE AND RESOURCES 



All agency officials must provide a proper and immediate response to all reported or suspected 



workplace-related incidents involving Domestic Violence, Sexual Assault and Stalking or other 



workplace violence issues. These officials should work to make sure that workplace policies and 



procedures do not re-victimize alleged victims of domestic violence, to the extent possible, while 



maintaining proper workplace standards.  



 



Workplace support, including access to supportive services (such as ECAP), proper responses from 



supervisors and referrals to service providers for immediate and on-going trauma-informed care and 



support, should be offered to all employees and other members of the agency workplace who are alleged 



victims of violence, to decrease the impact of the violence on the victim and others in the workplace and 



to protect the alleged victim and ensure workplace safety. 



  



Headquarters employees who are alleged victims of violence may directly contact their ECAP point of  



contact at (202) 564-7914 or white.wayne@epa.gov or the NVPC at (202) 564-7972 or 



viney.barbara@epa.gov, or the security office or local law enforcement. Employees outside of 



headquarters who are alleged victims of violence may contact their local ECAP Coordinator (Appendix 





https://www.atf.gov/qa-category/misdemeanor-crime-domestic-violence
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A) or a LVPC (Appendix B), or the security office or local law enforcement. Any worker who has a 



concern about the workplace impact of violence is encouraged to contact any agency official, if needed. 



RECORDS MANAGEMENT 



Employees must follow the EPA’s Records Management Policy at: 



https://www.epa.gov/sites/production/files/2015-03/documents/cio-2155.3.pdf 



on using, creating, maintaining and disposing of records. Compliance with agency records management 



policy will protect the agency and the employee in the event of litigation or investigation. During an 



investigation, all relevant records must be made available to investigators and auditors. Information may 



be subject to the Freedom of Information Act. Agency work maintained on an employee’s personal 



computer may be subject to litigation discovery or the FOIA even if it is not considered a record under 



the Federal Records Act.  



MATERIALS SUPERSEDED 



None. 
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